Speaker Introduction
• Dr. Susan Van Cleve is a pediatric nurse practitioner who has extensive experience working with children and families in primary care settings as well as with children with special needs. She is the director of the pediatric nurse practitioner primary care program at the University of Iowa College of Nursing. She also works part time as a pediatric mental health specialist in a private pediatric practice in Pittsburgh where she provides comprehensive assessment and treatment to children and adolescents with developmental, behavioral and mental health disorders.
• Dr. Cathy Haut has been a nurse practitioner for more than 20 years and is currently employed by Nemours AI Dupont Hospital for Children in Wilmington, Del., as the coordinator of nursing research and evidence based practice. She is certified as both a primary and acute care pediatric nurse practitioner. She has experience mentoring students and peers and has had the benefit of being mentored throughout her career.
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Learning Objectives
• Identify the importance of the role of mentoring for Advanced Practice Registered Nurses who work in pediatrics.
• Explore characteristics of mentees and how to make the best of the mentor/mentee relationship.
• Discuss how mentorship is part of leadership development.
Identify Your Mentors and your Mentoring Experiences!! Go to Menti.com -"join a presentation" on your phone and use the code: 38 95 65 https://www.mentimeter.com/s/8a295d3c7f96ea5e42d9adebf5a335da/d5db2e 4dce3a/edit ©2020
Menti-Meter
• Consider an important mentor in your professional life. Identify 3 characteristics the mentor possesses that you admire.
• Describe ways the mentor has been most helpful to you.
• Identify ways you have mentored others.
• Describe why mentoring is important. What is Mentoring?
• Mentorship is a relationship in which a more experienced or more knowledgeable person helps to guide a less experienced or less knowledgeable person.
• A mentor is a coach who provides advice to enhance the mentee's professional performance and development. The psychosocial function establishes the mentor as a role model and support system for the mentee.
• Mentoring is a professional relationship in which an experienced person assists another in developing specific skills and knowledge that will enhance the person's professional and personal growth. Mentoring Basics
• Mentoring is a professional responsibility -we should all be mentors • Mentoring does not imply power between two individuals; it is based on respect.
• Mentoring involves a constructive, supportive relationship where the mentor's primary goal is to empower the mentee to become competent and confident.
• Once this is established, the role of the mentor is to promote other skills such as leadership, scholarship, advancement, further knowledge or education.
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Historical and Successful Aspects of Mentoring
• Historically viewed as a dyad, mentoring relationship between two people • Often cited with new graduate nurses or in new work environments.
• Formal nursing mentoring in workplace-sponsored situations.
• Newer models include the organization or association where the mentor/mentee relationship takes place.
• Quality of mentoring is related to success.
• Mentoring often results in increased satisfaction and retention of professionals.
Jakubik and Gavriloff, 2011 Weese, Jakubik, Eliades, Huth, 2014
Qualities/Characteristics of Good Mentors
• Possess ethical and moral integrity and have advanced personal, social and professional development.
• Display empathetic and nonjudgmental understanding, sensitive to mentee's needs.
• Are positive and willing to take time to talk, listen, encourage, clarify, recommend, and guide.
• Provide affirmation and validation, support, trust, advice, encouragement, and counsel.
• Trusted and respected; are regarded as positive role models or experts.
• Mentors are present; they are great listeners, motivated, inspiring and are committed.
• Empower mentees to be the best they can be. • Mentees are willing to assume responsibility for their own learning and growth.
• Mentees are receptive to feedback and coaching.
• Mentees seek challenges and increased responsibility. • Formal mentoring programs manage the matching process • Good matching programs are sensitive to demographic variables as well as common professional interests.
• A strong program provides a framework for both parties to explore the relationship and evaluate the appropriateness of the mentor-mentee match.
• Utilize a formal mentoring guide if available. Take role seriously.
• These programs can provide validation, encourage problem solving, and help mentees grow and develop.
Formal Mentoring
• Be self aware of own strengths, style.
• Develop rapport with mentee, learn about the mentee's job, satisfaction, challenges, how mentee manages challenges, communication style, strengths, weaknesses • Treat mentee as an adult learner.
• Schedule time with mentee on an ongoing basis.
• Be present, listen, communicate caring, empathy, and understanding.
• Provide validation and encourage problem solving.
• Communicate frequently with mentee.
• send emails, texts, information about topics of interest.
• Show interest in progress; review updates, progress reports.
• Celebrate successes of mentee.
• Conclude formal mentoring when competency or confidence established.
Formal Mentoring 2. Cultivation stage-stage where the mentee learns from the mentor.
• mentor coaches the mentee on how to work effectively and efficiently • mentor and mentee have established an interpersonal bond • mentor accepts and confirms the mentee's professional identity and the relationship matures into a strong friendship.
• Stage is generally a positive one for both mentor and mentee.
©2020 Informal Mentoring
• Mentoring may be a spontaneous relationship that can occur at any phase of an individual's career • Relationships are often identified and established by mentees • Mentees may have multiple mentors for different purposes • In the initiation stage, the matching process occurs through professional or social interactions between potential mentors and mentees. Potential mentees search for experienced, successful people whom they admire and perceive as good role models.
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Informal Mentoring
• Both parties seek a positive, enjoyable relationship.
• Mentees appreciate the mentor's knowledge, experience and willingness to share skills and information.
• Over time, mentees become more independent and less reliant on mentors.
©2020 Challenges to Mentoring
• Not all mentor/mentee relationships are successful • Finding time is always challenging.
• One of the parties may lack commitment, follow through.
• Mentor may overburden mentee or vice versa.
• Overdependency may occur.
• Toxic mentors may be detrimental to the success of the mentee.
• Prior to establishing a relationship, agree to a no fault separation if the relationship is not working.
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Successes in Mentoring
• Built on trust
• Self disclosure-willingness to share + and -experiences
• Affirmation-mentor believes in the success of the mentee
• Willingness and skill in giving and receiving feedback. Constructive negative feedback should be given with care and at the appropriate time.
• Each makes time for the relationship.
• If this does not occur, find a new mentor.
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Mentoring is a way of paying it forward… Each of us has had a mentor.
It is our responsibility to pay it forward and give to upcoming NPs.
Mentoring supports growth and promotes leadership.
Give back, be a mentor! ©2020 National Mentoring Programs 
